Purpose -Employee turnover expenses can cost businesses more than 100 per cent of a single employee's annual wages and negatively affection an organization's production and profits. High employee turnover also could affect community tax collections, social programs and physical and mental health issues. Therefore, understanding contributors to higher employee turnover remains essential for organizational managers from both a corporate and societal standpoint. This paper aims to provide an analysis of how job satisfaction and job embeddedness could predict employee turnover intent. Design/methodology/approach -A randomly selected survey which consisted of Andrews and Withey's (1976) job satisfaction questionnaire, a global job embeddedness scale (Crossley et al., 2007) and a three-item turnover intent questionnaire derived from a survey created by Mobley et al. (1978) using a Likerttype measurement to survey randomly selected individuals used within manufacturing plants located in the Southeastern USA.
Introduction
A significant correlation exists between the financial performance of manufacturers and employee turnover, making employee turnover intent a substantial area of study within the manufacturing industry (Hancock et al., 2013) . Employee turnover is important to address because high attrition can extensively affect companies, directly and indirectly, resulting in increased hiring and training costs, lost production, reduced profits and overall lower employee morale (Hayward et al., 2016) . Studying employee turnover in manufacturing is critical as more than 12 million individuals work in the industry, making up approximately 8.8 per cent of the US economy. A significant portion of the manufacturing employees works in the Southeast, where manufacturing organizational leaders employ 19 per cent of the industry's workforce (Scott, 2015; the USA Environmental Protection Agency, 2016) . As Vasquez (2014) stated, a ripple effect from employee turnover could ultimately lead to a global economic slowdown, which can impact all of society. Therefore, this study could prove significant to both organizations and society.
The specific problem addressed through this study was that some manufacturing managers in the Southeastern USA do not understand the extent to which employee job satisfaction and job embeddedness predict employee turnover intentions. While individual scholars have addressed the problem of employee turnover intent, recent researchers have focused on areas outside of the USA and in industries other than manufacturing (Lu and Gursoy, 2016) . As limited current research encompassing Southeastern US manufacturing employee turnover exists, this study remains timely.
Previous research on turnover intent, job satisfaction and job embeddedness When Herzberg et al. (1959) introduced the motivation-hygiene theory, they suggested that once basic hygiene needs occur for workers, they search for job satisfaction. What Herzberg et al. considered hygiene needs included the basics of salary, safe work conditions and relationships with peers, subordinates and supervisors (Denton and Maatgi, 2016) . What these scholars discovered, once these basic employment needs occurred, is that motivation should occur through genuine job satisfaction, or employees become more likely to experience discontentment and dissatisfaction (Denton and Maatgi, 2016) . Ali (2016) reiterated Herzberg's thoughts and stated that hygiene factors help prevent dissatisfaction, but motivational factors help keep employees satisfied. Some of the current factors that can contribute to job satisfaction include achievement, personal and professional development, job growth, the feeling of fulfillment in the job performed, personal achievement and recognition (Belias and Koustelios, 2014; Denton and Maatgi, 2016) . Belias and Koustelios (2014) noted the significance of Herzberg's work included the global use of both intrinsic and extrinsic motivational factors affecting job satisfaction. Therefore, these researchers noted that managers might use Herzberg's theory to understand how to improve job satisfaction and weaken factors that might influence job dissatisfaction. Other scholars noted that Herzberg believed during times when employees lacked motivation, their intent to leave increased as they began to perform job searches and plan their exit strategy from the current employer (Derby-Davis, 2014). Denton and Maatgi (2016) used the concepts developed by Herzberg et al. (1959) in their recommendations for creating employee support for the implementation of ISP 9000 standards within small and medium-sized advanced engineering and manufacturing enterprises. These scholars suggested that internal motivation could improve employee results substantially over external pressure (Denton and Maatgi, 2016) . Additionally, Denton and Maatgi noted that management, administrative leadership and the work environment impact success in any manufacturing facility, which reflects the importance of the strategies that managers use to enhance job satisfaction, not only for organizational profits but also for employee retention.
Researchers also noted embeddedness to both the organization of employment and the community in which the employee lives remain significant predictors of intent to stay (Nicholas et al., 2016) . However, employers can only influence the organizational aspects of a worker's embeddedness (Choi and Kim, 2015) . Kanten et al. (2015) stated the characteristics of a learning organization affect employee performance and job embeddedness levels. Therefore, organizations might concentrate on increasing offering opportunities for employee training and development. Job embeddedness remains beneficial, not only to the organization due to better quality output and reduced turnover but also benefits the employee through higher individual performance (Kanten et al., 2015) . Consequently, because of the significant mutual benefit, job embeddedness is also an important characteristic for managers to address.
Turnover intent
Turnover intent is the probability that an employee will leave an organization (Mobley et al., 1978) . Researchers measure turnover intent using specific time intervals, and they regard it as a choice concerning an individual leaving a current employer (Wong et al., 2015) . Researchers suggested that positive turnover intentions remain correlated to actual voluntary turnover (Hancock et al., 2013) , which makes this topic an important one for an organization's managers to consider and to prevent since high turnover negatively affects businesses (Hayward et al., 2016) . Scholars noted several factors that might contribute to an individual's increased consideration leaving an organization, including job satisfaction (Yu and Kang, 2016) and job embeddedness (Ko and Kim, 2016) . Lu and Gursoy (2016) suggested generational differences also might cause differences in how employees value their jobs and variations of worker burnout, leading to higher turnover intent. These researchers noted three generational groups dominating the current workforce: baby boomers, Generation X and millennials. Rani and Samuel (2016) suggested when managers understand generational differences in the workforce, they can implement better policies that meet the needs of each generation. As the baby boomer generation controls many organizations, scholars suggested a mismatch could occur between the values of managers and millennial workers (Rani and Samuel, 2016) . Additionally, Lyons and Kuron (2014) noted that understanding millennials' needs and differences in the workforce improves their productivity and innovation, which often strengthens job satisfaction and decreases turnover intent.
Job satisfaction
Job satisfaction remains relevant to organizations. Scholars noted that job satisfaction remains central to successful human resource management (Hauff et al., 2015) . Additionally, researchers suggested that job satisfaction remains complex due to cultural variances in a globalized economy and due to differences in individual needs and jobs (Hauff et al., 2015; Pan, 2015) . Ali (2016) noted the importance of job satisfaction among employees in organizations, stating that people remain a core asset to any business as they are the ones who ensure production occurs. This researcher also indicated executives and managers should make and enforce policies that will enhance employee satisfaction to avoid negative consequences from dissatisfaction, including organizational performance, lower productivity and employee turnover (Ali, 2016) . Huang and Su (2016) suggested that one symptom of an employee's intent to leave a company might include low job satisfaction. Therefore, because of the importance of job satisfaction, managers should work toward increasing employee satisfaction to help improve efficiency, production and employee retention.
Job satisfaction remains a complex topic due to national and cultural differences and the various components it encompasses and affects. Pan (2015) , for instance, noted job satisfaction remains subjective and person-specific. Therefore, what creates satisfaction for one employee might not meet the needs of another employee. Additionally, Pan suggested job satisfaction includes task, environmental and relational factors. As an example of the importance of work relationships, De Beer et al. (2016) suggested increasing the quality of relationship exchanges between the supervisor and the employee to help strengthen job satisfaction and improve work engagement, which could contribute positively to both the employee and the organization.
The contributions to job satisfaction and the results of employees liking their jobs remain broad. Umamaheswari and Krishnan (2015) suggested employee satisfaction could contribute to increased organizational commitment, reduced intent to quit, and ultimately increased retention rates. Various issues contribute to each of these factors. However, the relationships between each of these factors remain significant.
Ali (2016) also noted that employee motivation and job satisfaction remain different, yet they are related. As Ali suggested, job design, including the empowerment of employees through organizational policies, could help improve satisfaction. Motivation, however, remains more of an individual or intrinsic trait that cannot necessarily occur through corporate strategies or policies (Ali, 2016) . Managers can improve strategies to help strengthen employee job satisfaction and better motivate workers (De Beer et al., 2016; Huang and Su, 2016; Pan, 2015) .
Job embeddedness
Scholars have noted that job embeddedness might indirectly help increase retention and reduce organizational turnover costs (Marasi et al., 2016) . To help researchers study job embeddedness, Nicholas et al. (2016) suggested three kinds of attachments or dimensions that might entice an individual to remain in an organization or community: fits, links and sacrifice. Various researchers used these dimensions in their research (Chhabra, 2015; Schmitt et al., 2015; Word and Park, 2015) . Word and Park (2015) noted that organizational and personal job fit remain essential to a company's success. These scholars defined person-job fit as when the individual is right and suitable for the job based on personal values and abilities (Word and Park, 2015) . Chhabra (2015) suggested that personal job fit enhances a worker's socialization, satisfaction and commitment in a job. Additionally, the scholar noted that personal job fit decreases discontentment and intent to leave an organization (Chhabra, 2015) . Likewise, Schmitt et al. (2015) stated employees with a higher perceived fit between the demands of their job and their skill and abilities experience less exhaustion than employees with abilities misfit to the job.
Person-organization fit also remains relevant to a company. Word and Park (2015) defined person-organization fit as the congruence between the employee's values and the mission of the organization for which he or she works. Anaza (2015) noted that personorganization fit positively correlates with employee-customer identification, as employees feel pride when they identify with their company and they, therefore, remain dedicated to their job and the organization. Other scholars noted organizations might use personorganization fit as an instrument in reaching their targets, suggesting employees who fit best within a company have stronger job satisfaction and lower turnover intent than workers with a lower person-organization fit (Findik et al., 2013) .
Two other dimensions important to job embeddedness include links and sacrifice. Karatepe (2016) suggested job embeddedness strengthens as an employee's links to the organization, co-workers and the job increase. This scholar also noted that stronger co-worker and family support while in a job decreases the chance of sacrificing quality relationships the employee has (Karatepe, 2016) .
In addition, Charlier et al. (2016) suggested that job embeddedness helps explain why employees fit into their job, organization and community, as well as the type of sacrifice that must occur to break the fit link and move to another job possibly in a different organization or city. Likewise, other scholars noted a strong organization fit, which includes the compatibility of an individual to specific job settings and the work culture and environment, helps strengthen the employee's ties to a company (Nicholas et al., 2016) . While researchers noted that job embeddedness could contain some negative organizational outcomes in certain circumstances, some suggested it remains positively associated with employee retention (Charlier et al., 2016) . Therefore, it was a consideration in this study.
Conceptually
For this study, the two-factor theory from Herzberg et al. (1959) and the job embeddedness theory from Mitchell et al. (2001) provided the rationales for examining the extent to which employee job satisfaction and job embeddedness predict employee turnover intentions. According to Herzberg's theory, job satisfaction should predict employee turnover intentions. Likewise, according to Mitchell et al., job embeddedness should predict employee turnover intentions.
Survey instruments
The survey instruments for this study consisted of: Andrews and Withey's (1976) job satisfaction questionnaire; A global job embeddedness scale (Crossley et al., 2007) ; and A three-item turnover intent questionnaire derived from a survey created by Mobley et al. (1978) .
All three surveys instruments include rating scales using a Likert-type measurement. Even though the Likert-type rating scales might not represent equal intervals, scholars noted rating scale data are closer to interval data than ordinal data (Meyers et al., 2013) . Therefore, this research includes interval data used for statistical analyses. Researchers collected data from participants by combining these instruments into one single survey accessible through SurveyMonkey® Audience online. Andrews and Withey's (1976) job satisfaction questionnaire measures the satisfaction level of employees using a seven-point Likert-type scale (1 = terrible; 2 = unhappy; 3 = mostly dissatisfied; 4 = mixed; 5 = mostly satisfied; 6 = pleased; 7 = delighted). This instrument contains five questions, encompassing how the employee feels about co-workers, the job overall, work environment, specific work performed, available equipment, information and human resources for job performance. Using an interval scale, the higher the employee results for these questions, the stronger the job satisfaction level.
The measurement of job embeddedness occurred through the use of Crossley et al.'s (2007) global job embeddedness scale. This scale measures job embeddedness using a fivepoint Likert-type scale (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree). This instrument contains six questions from the global job embeddedness scale encompassing how attached the employee is to the organization. All questions from the original survey appeared in this measurement except one, which stated, It would be easy for me to leave this organization. This question did not appear in the survey for this study because another question already measures this information. Using an interval scale, the higher the results collected, the more embedded the employee is in the organization. Various scholars used this instrument in their studies to measure employee job embeddedness (Chen and Wen, 2016; Karatepe, 2016) .
The last measurement used includes three questions from Mobley et al.'s (1978) survey on intent to stay. This scale measures intent to stay using a five-point Likert-type scale (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree). The three questions included in this section of the questionnaire include:
(1) I often think of leaving the organization.
(2) I intend to look for a new job within the next year.
(3) If I could choose again, I would not work for this organization.
Using an interval scale, the higher the added score for this section of the survey, the more likely the individual was to hold the intent to leave the organization.
Reliability of the survey instruments
Researchers use generalizability of the results to show the external validity of an instrument (Lancsar and Swait, 2014) . Limits exist for the generalization of this study based on the industry and region it encompasses. However, scholars used the instruments that encompass the study and noted their validity (Chen and Wen, 2016) . Cronbach's alpha is a popular and reliable internal consistency measurement used in the social and organizational sciences (Bonett and Wright, 2014) . Scholars noted a score of 0.80 and above is considered an acceptable level of reliability for Cronbach's alpha (Lonial and Carter, 2015) . Therefore, for this study, concluding levels of 0.80 and higher show increased reliability.
For each of the instruments used for this study, scholars previously showed their validity and reliability. Umans et al. (2016) demonstrated the Andrews and Withey's (1976) job satisfaction scale had a reliability of 0.83, which reflects internal consistency, as the value remains above 0.80. Additionally, scholars noted the Andrews and Withey job satisfaction scale remains significantly correlated at 0.70 with the job descriptive index and the Minnesota Satisfaction Questionnaire, two reliable instruments used to measure job satisfaction (Hurt et al., 2013) .
Scholars also noted the validity and reliability for the (Chen et al., 2014) . Additionally, these scholars confirmed the reliability of the instrument using Cronbach's alpha, which was 0.84 in their study.
Data analysis
Using SPSS, a model fit diagnostic for multiple linear regression showed the predictor and criterion variables of this study. Based on the information from Table I , the R 2 value was 0.705, while the adjusted R 2 value was .696. These values indicate that the regression line explains approximately 70 per cent of the variability of the response data to the mean. The amount of variance explained was 0.705, indicating the independent variables in the model explain approximately 70 per cent of the variance in the dependent variable.
Descriptive statistics
Based on output results from G*Power 3.1.9.2, the minimum sample size for this study was 37 to 50 participants. These results were concluded using an a priori size evaluation for a two-tailed, linear regression random model. To prevent a Type II error, the desire was to collect between 60 and 100 qualified surveys from participants randomly selected using SurveyMonkey ® Audience members. SurveyMonkey ® Audience only guaranteed the receipt of 75 results. While the final study results included 81 surveys, with the omission of incomplete surveys and outliers, only 63 participant surveys remained. This number exceeded the required number of surveys needed to prevent Type II errors, even though it was a smaller number than originally desired.
The descriptive statistics for this study, located in Table II , show the mean for turnover intent was 2.370 with a SD of 1.069. For job satisfaction, the mean was 3.781 with a SD of 0.650. For job embeddedness, the mean was 3.177 with a SD of 1.07. The performance of bootstrapping on these statistics showed the results within a 95 per cent confidence interval based on 1,000 bootstrap samples. Table III includes the frequencies specifically for the criterion variable. The data included in this table show the frequency of the various responses to all 63 surveys used for this study. The frequency results correspond to the Likert scale results of 1 (strongly disagree) to 5 (strongly agree) using the Mobley et al. (1978) intent to stay questionnaire.
Inferential statistics
The primary research question that guided this study was:
RQ1. To what extent do a linear combination of employee job satisfaction and job embeddedness predict employee turnover intentions in the manufacturing industry in the Southeastern USA?
Multiple linear regression analysis was performed where alpha was predetermined at 0.05 (two-tailed) to examine how well job satisfaction and job embeddedness predict employee turnover intentions. For this study, the significance level was <0.001, which is less than 0.05. Because the significant level, or p-value, was less than 0.05, the acceptance of the alternative hypothesis had to occur. The alternative hypothesis was as follows: A linear combination of employee job satisfaction and job embeddedness is a significant predictor of employee turnover intentions in the manufacturing industry in the Southeastern USA. There were two degrees of freedom for this study, as shown in Table IV . Through analysis of the covariance numbers in Table V , the negative relationship was confirmed between the two predictor variables and turnover intent (À0.703 and À0.501). The results of this analysis indicated the null hypothesis should be rejected. The null hypothesis was as follows: A linear combination of employee job satisfaction and job embeddedness is not a predictor of employee turnover intentions in the manufacturing industry in the Southeastern USA. Likewise, the alternative hypothesis was accepted. The alternative hypothesis was as follows: A linear combination of employee job satisfaction and job embeddedness is a significant predictor of employee turnover intentions in the manufacturing industry in the Southeastern USA. This study also included multivariate data. For this study, scatterplots were created in SPSS and reviewed. All participant results were omitted that fell outside of a 95 per cent confidence interval as noted by SPSS on the initial scatterplots. There were two outliers on the job satisfaction scatterplot and one on the job embeddedness scatterplot. Figures 1 and 2 include the final scatterplots for both job satisfaction and job embeddedness. These two figures exclude the outliers.
Another assumption made in this study was a normal distribution. While scholars noted that testing for normality is less important on large sample sizes (Field, 2013) , it remained essential for this study due to the small number of survey participants. It is through normal distribution that researchers can gain confidence that the assumptions used in the study are valid. Based on scholars' suggestions (Field, 2013) , both histograms and normal probability plots were used to test for normality. Based on Figures 3 through 7, these data were normally distributed. In Figures 3 and 4 , one can see a normal bell curve for both job satisfaction data and job embeddedness results. In Figures 5 through 7 , the data remain Note: **Correlation is significant at the 0.01 level (2-tailed) Source: Own elaboration Employee turnover intentions close to the 45-degree line, which researchers expect when viewing normal distributions. Therefore, based on the results from each of these figures, normal distribution occurred in this study (Figures 6 and 7) .
The last assumption made in this study was that of linearity. When performing studies using multiple linear regression analysis, showing linearity in the results is important. Linearity occurs when the predictor and criterion variables align closely. Scholars noted that testing for linearity could occur through scatterplots (Field, 2013) . Therefore, scatterplots were created and used in this study to prove linearity between the variables. The scatterplots for job satisfaction, job embeddedness and turnover intent appear in Figures 1 and 2 of this study. SPSS was used to create these figures, and the lines drawn in both graphs show the results of the predictor variables and the criterion variable. Based on these figures, linearity occurred in this study. Hancock et al. (2013) suggested a significant correlation exists between the financial performance of manufacturers and employee turnover, which makes turnover intent an important area of study for the manufacturing industry. Upadhayay and Vrat (2016) noted total employee turnover expenses could cost businesses more than 100 per cent of a single employee's annual wages or salary, depending on the job left unoccupied. These scholars noted employee turnover decreases profits due to increased hiring costs and weaker (Upadhayay and Vrat, 2016) . Therefore, understanding the variables that might contribute to turnover intent remains important. Additionally, the results of this study show that two predictor variables of turnover intent are job satisfaction and job embeddedness, making these two factors important for managers to consider when creating policies and procedures for employees.
Conclusions and research implications

Managerial implications
The results of this study reflect that a statistically significant correlation exists between job satisfaction, job embeddedness, and turnover intent among US Southeast manufacturing employees. If managers understand this relationship between job satisfaction and job embeddedness, they can begin concentrating their efforts on creating work environments that satisfy worker needs and embed employees to the organization and their specific jobs. However, once managers realize the correlation between these variables and decide to increase job satisfaction and job embeddedness within the workforce, they should begin to develop specific strategies that will align with their employees' needs and help better embed employees in the organization and to the job while improving their job satisfaction levels. Scholars noted that job satisfaction factors do not remain constant (O'Keefe et al., 2015) . Likewise, each employee is different and what embeds one in a job might not similarly affect another. However, to help strengthen the production, sales and ending profits for an Employee turnover intentions organization, it remains important to consider how to create job satisfaction and embeddedness to improve turnover intent. Additionally, based on the results of this study, it is important managers understand both job satisfaction and job embeddedness can help improve turnover intent in US Southeast manufacturing.
Social change implications
The results of this study not only affect individual organizations but also could impact local economies and society as well. Approximately 8.8 per cent of the US economy comes from the manufacturing industry. Additionally, US Southeast manufacturers employ 19 per cent of the nation's manufacturing employees (Scott, 2015 ; the USA Environmental Protection Agency, 2016). Therefore, if weakness resides in this industry and region, other areas of the country might feel the effects as well. As Vasquez (2014) noted, significant turnover in organizations leads to slower economic growth as the unemployment rate increases in communities, which could influence tax collections and social programs.
Other more indirect issues from employee turnover begin with physical and mental health issues. Breuer (2015) stated suicide rates increase in developed countries when unemployment rates rise, which also costs society productive employees and money to support surviving family members. Drydakis (2015) conducted a longitudinal study in Greece where he concluded that physical and mental health declines in societies where unemployment rates increase. 
Employee turnover intentions
There are other societal benefits to managers working to reduce turnover besides better physical and mental health. Scholars noted that improved employee retention increases organizations' profits and could positively affect companies' abilities to increase philanthropic donations to the surrounding community (Chalmeta and Viinikka, 2017) . Additionally, Chalmeta and Viinikka (2017) noted that companies who regularly participate in philanthropic donations in the community are more likely to have loyal and engaged employees, stronger productivity levels and stronger corporate social responsibility in general. Therefore, based on various scholars' research, it remains important that manufacturing managers in the Southeast understand the correlation between job satisfaction, job embeddedness, and turnover intent not only for the financial benefit to their company but also for the community in which the organization resides and the economy.
Theoretical implications and study limitations
Several limitations existed in this study, including the lack of generalizability, the selfreporting status of the participants and the correlational design. By using SurveyMonkey ® Audience, the intent was to reach unbiased and generalized results among the manufacturing employees in the Southeastern USA. Bootstrapping occurred using SPSS, which helped validate the accuracy of the results. While generalization across all industries and global regions did not occur, generalization within the region and industry of focus occurred because of the platform used.
